I. Introduction
PT. Pos Indonesia is a State-Owned Enterprises (SOEs) that are engaged in services, in particular services of mail, logistics and finance. In achieving performance and profit targets that have been determined, based on the role and performance in operational units in all regional offices in Indonesia, so the vision to become a leader in mail services, logistic & finance can be achieved. PT Pos Indonesia today faces many internal problems such as low productivity and performance of employees as well as other assets. The main challenge of PT Pos Indonesia, which is implicit in the results include: (1) The quality of service is low; (2) Marketing and branding are weak; (3) Reputation Weak;
In the scope of PT Pos Indonesia Malang employee performance issues to be one of the important things to be observed due to poor organizational performance can be caused by one of them as individuals (employees) in the organization can not demonstrate high performance or at least as expected.
Framework in terms of organizational psychology and social exchange theory, explains the relationship between perceptions of organizational support on work behavior in the majority of previous studies have highlighted the supportive relationships that picture of them. More than 80 studies that tested successfully compiled on a meta-analysis of perceptions of organizational support, the following antecedents and outcomesthe results (including the impacts on individual performance), which has been conducted since 1986 to 2000 (Rhoades and Eisenberger, 2002) .
Blau in Poloma (2010) himself admits that not all social exchange relationships are symmetrical and balanced based on the exchange pattern. Due to the imbalance of the exchange relationship (no side higher and lower) then it will give their consequences -each.
Based on the empirical results of one of the most important factors in mediating the relationship is affective commitment (the result / outcome of the main perceptions of organizational support by Rhoades and Eisenberger, 2002) . View of social exchanges mentioned that employee commitment to the organization is strongly influenced by their perceptions of the commitment of the organization to the employees. So that affective commitment is seen as the main thing that is able to mediate the relationship between perceptions of organizational support with performance ; Wayne et al., 1997; Lew, 2009; ; Rhoades and Eisenberger, 2002) .
From the findings of this study will be able to see how the process of social exchange that exist within organizations can positively influence employee behavior through the mediation work of the mechanism of employee attitudes towards the organization and the work that is affective commitment, job satisfaction, and perceptions of perceived employee obligations in PT Pos Indonesia Malang .
1976, Klinger, 2007, 2009 ; Colquitt et al, 2009 ). Depart from the definition of Locke, Hulin and Judge (2003) argued that job satisfaction include multidimensional psychological response on a person's job. Psychological response has a cognitive component (or evaluative), affective (or emotional), and behavioral (or behavior). Tripartite conceptualization of job satisfaction is very in keeping with the conceptualization of the social attitudes on a satisfaction (Jex, 2002) .
Empirically, previous research about POS and job satisfaction has tested the direct effect between them. POS has been hypothesized to influence employees" general affective reactions to their job, including job satisfaction (Rhoades & Eisenberger, 2002) . We expect POS will be positively related to job satisfaction, and job satisfaction will be positively related to work positive behavior, and as the mediating variabel between them.
Affective commitment
Commitment is a broad-ranging concept that crosses many organizational and sociological domain, and is one of the attitude model of the employees in the organization which are discussed and studied by many scholars. According to Greenberg and Baron (2008) , employees with high organizational commitment of employees is more stable and more productive and ultimately more profitable for the organization as well. Robbins (2007) revealed that the commitment is the identification of a particular organization and its purpose, and a willingness to maintain membership in the organization. While Jex (2002) expressed the opinion that organizational commitment is considered as the degree to which employees are dedicated to the organization where they work, a willingness to provide work effort and even surpass them, as well as the likelihood that they will keep the membership as part of the organization. Commitment shows both feelings and behavioral tendencies employee against his organization.
Typology of organizational commitment is also in accordance with that proposed by Allen and Meyer (1990) with three components: affective commitment, normative commitment, and continuance commitment.
Felt Obligations
The concept of obligation, basically have differences and some similarities with the concept of duty. The concept of "duty" is more binding to the feelings or conscience and personal moral standards as reflected when we say about the "perceived obligations" (Brandt, 1964) . Individual differences make employees react differently to the perceived obligation to the following organizations also contribute to the fulfillment of their obligations differently in relation to the organization's employees (Guest, 2004) . Robinson, Kraatz, and Rousseau (1994) defines the duty to be a belief, held by the employee or the employer, the individual -each of them based on a promise or liabilities for acts in relation to others. At the end of the obligation is one of the basic components of social exchange relationships. Aselage and Eisenberger (2003) reinforces this view by asking one of the proposition that felt obligation as mediating variables of perceived organizational support and withdrawal behavior, the in -role and extra performance. Liu (2004) found that employee perceptions of perceived obligations as an important mediator in the relationship between perceived organizational support to work, attitudes and behavior of employees.
Positive Work Behavior
Many scholars and previous research assess the performance as one of the work behavior (Jex, 2002; Tett, Fox, Palmer, 2003; Griffin, Neal, Parker, 2007) which would be productive for the organization if the behavior is appropriate and consistent with achieving the goals and values. Because the concept of performance dynamically evolving, it simplify that performance / work performance is not the same as measuring performance / measurement of performance (Jex, 2002) .
Based on the construction of performance that has been developed before, and in the context of change, uncertainty, and also role of the job, Griffin et al (2007) developed a new model of appropriate role in job performance. The model highlights the issue in the clarification of the role of the three levels of appropriate behavior may contribute to the effectiveness (individual, team, and organization), and the three forms of the behavior of performance itself (skills, adaptability, and proactive behavior).
Model Development And Hypothesis
This study aims to examine the relationship between perceptions of organizational support to the positive work behaviors mediated by job satisfaction, affective commitment, and felt obligation. The model shown in figure 1 includes outcomes of perceived organizational support. Job satisfaction, affective commitment, felt obligation was tested as mediating variables in the relationship between perceived organizational support and positive work behavior.
1.
The relationship between perceptions of organizational support to employee performance a) According to the study -previous research such as: Rhoades 
4.
The relationship between perceptions of organizational support perceived obligation a) Lew (2009) states that the perceived obligation is the result of the perception of organizational support. b) Eisenberger, Armeli, Rexwinkel, Lynch, Rhoades (2001) and Arshadi (2011) states that the perceived obligation to mediate the relationship between perceptions of performance in accordance with organizational support roles. We propose that there are three variabels that could mediates relationship between perceived organizational support and positive work behavior. Findings about the mediating role in the POS -work positive behavior relationship have been mixed, which has been discussed that affective commitment as the most important among them. As for this study the hypothesis proposed are as follows: H.1.Job satisfaction will mediate the relationship between perceived organizational support and positive work behavior H.2.Affective commitment will mediate the relationship between perceived organizational support and positive work behavior H.3. Felt oblitgation will mediate the relationship between perceived organizational support and positive work behavior H.4.Increased job satisfaction will increase the level of employee affective commitment P.5.Increased felt obligation among employees will increase the level of employee"s affective commitment Sumber :
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III. Methodology
Participants and procedures Data collected from postal employees of PT Pos Indonesia Malang who is a permanent and have a grade 10 to 17. There are 163 employees whom grade is about 10 to 17, and 128 employees from 163 employees were participate in this strudy. The response rate amount to 78.52%.
Measure
An 8-item shortened version of the Survey of Perceived Organizational Support (Eisenberger et al., 1990 ) was used to measure POS. Response options ranged from (1) "strongly disagree" to (5)"strongly agree". Sample item include "My organization really cares about my well-being". Cronbach alpha was found 0.939.
A 15-tem scale developed by Hulin and Judge (2003) and Colquitt et al (2009) was used to measure job satisfaction. Response options ranged from (1) "strongly disagree" to (5)"strongly agree". Sample item include "My organization give pay better than competitor". Cronbach alpha value was found to be 0.884.
A 6-item scale by Allen and Meyer (1990) was used to measure affective component of organizational commitment. Response options ranged from (1) "strongly disagree" to (5)"strongly agree". Sample item include "My organization give pay better than competitor". Cronbach alpha value was found to be 0.902.
A 6-item scale by Eisenberger, Armeli, Rexwinkel, Lynch, Rhoades (2001) was used to measure employees" felt obligation to care about the organization and to help reach it goals. Response options ranged from (1) "strongly disagree" to (5)"strongly agree". Sample item include "My organization give pay better than competitor". Cronbach alpha value was found to be 0.802.
Positive work behavior is a positive behavior in work activities that contribute to the effectiveness of the work is measured by 15 items of the statement as an adaptation of Griffin, Neal, and Parker (2007). Cronbach alpha value was found to be 0.896.
Data Analysis
In this research, technical analysis is the variance-based SEM or Component-based SEM, which is called the Partial Least Square (PLS). PLS is a factor indeterminacy powerful analytical method, because it does not assume the data have a certain scale of measurement, the number of small-scale, and can also be used to confirm the theory (Ghozali, 2008; Hair et al.2010 ).
Hasil Dan Pembahasan
Statistic reported : Dengan model struktural ini, diuji delapan hubungan antar variabel. Hasil pengujian hubungan antar variabel penelitian secara lengkap disajikan berikut ini :
Pengaruh Persepsi Dukungan Organisasi Terhadap Perilaku Kerja Positif Melalui Kepuasan Kerja
Pegawai Berdasarkan hasil penelitian dan diagram tabel hasil untuk pengujian hipotesis maka untuk hipotesis pertama dalam penelitian ini dinyatakan diterima. Karena persepsi dukungan organisasi mempunyai pengaruh terhadap kepuasan kerja, berikut kepuasan kerja juga ditemukan mempunyai pengaruh terhadap perilaku kerja positif karyawan.
Kedua jalur hubungan yang ditemukan signifikan ini memberikan bukti bahwa : (1) terdapat pengaruh tidak langsung persepsi dukungan organisasi terhadap perilaku kerja positif melalui kepuasan kerja pegawai, atau dengan kata lain kepuasan kerja menjadi hal yang dapat memediasi hubungan diantara persepsi dukungan organisasi dan perilaku kerja positif. (2) efek dari persepsi dukungan organisasi terhadap perilaku kerja positif dapat bekerja melalui kepuasan kerja.
Sehingga dapat dinyatakan dalam berperilaku kerja, seorang pegawai akan menilai perlakuan yang diterima dari organisasi untuk kemudian merasakan hal -hal yang diterima dan melekat dalam pekerjaan apakah sudah sesuai dengan nilai yang diharapkan individu tersebut. Penilaian antara nilai yang dirasakan dan yang diharapkan dalam pekerjaan ini akan mendorong penilaian terhadap perlakuan yang diterima dari organisasi dalam membentuk perilaku positif dari seorang individu dalam bekerja.
Pengaruh Persepsi Dukungan Organisasi Terhadap Perilaku Kerja Positif Melalui Komitmen
Afektif Pegawai Berdasarkan hasil penelitian dan tabel jalur hasil untuk pengujian hipotesis maka untuk hipotesis kedua dalam penelitian ini dinyatakan diterima. Karena persepsi dukungan organisasi mempunyai pengaruh terhadap komitmen afektif, berikut komitmen afektif sendiri juga ditemukan mempunyai pengaruh terhadap perilaku kerja positif karyawan.
Kedua jalur hubungan yang ditemukan signifikan ini memberikan bukti bahwa efek dari persepsi dukungan organisasi terhadap perilaku kerja positif dapat bekerja melalui komitmen afektif dari pegawai. Dapat disimpulkan juga bahwa komitmen afektif menjadi hal yang dapat memediasi hubungan diantara persepsi dukungan organisasi dan perilaku kerja positif.
Sehingga dapat dinyatakan bahwa seorang pegawai akan menilai perlakuan yang diterima dari organisasi untuk kemudian perasaan keterikatan diri dan emosional terhadap organisasi akan menunjang individu tersebut dalam berperilaku kerja yang positif. Tetapi dari hasil koefisien jalur yang ditemukan berdasarkan hasil analisis, komitmen afektif tidak dalam posisi yang dominan dalam menengahi hubungan diantara persepsi dukungan organisasi terhadap perilaku kerja positif.
Pengaruh Persepsi Dukungan Organisasi Terhadap Perilaku Kerja Positif Melalui Kewajiban Yang Dirasakan Pegawai
Berdasarkan hasil penelitian dan tabel jalur hasil untuk pengujian hipotesis maka untuk hipotesis ketiga dalam penelitian ini dinyatakan diterima. Karena persepsi dukungan organisasi mempunyai pengaruh terhadap kewajiban yang dirasakan, berikut kewajiban yang dirasakan juga ditemukan mempunyai pengaruh terhadap perilaku kerja positif karyawan.
Kedua jalur hubungan yang ditemukan signifikan ini memberikan bukti bahwa efek dari persepsi dukungan organisasi terhadap perilaku kerja positif dapat bekerja melalui kewajiban yang dirasakan dari pegawai. Kewajiban yang dirasakan menjadi hal yang dapat memediasi hubungan diantara persepsi dukungan organisasi dan perilaku kerja positif.
Seorang pegawai akan menilai perlakuan yang diterima dari organisasi untuk kemudian penilaian positif akan membentuk perasaan berhutang kepada organisasi yang harus dikembalikan akan menunjang individu tersebut dalam berperilaku kerja yang positif. Kewajiban yang dirasakan sebagai wujud balasan sikap atau perlakuan terhadap organisasi atas tingkat persepsi dukungan organisasi yang dirasakan pegawai ternyata dapat dapat memberikan efek pengaruh secara langsung terhadap perilaku kerja positif.
Pengaruh Persepsi Kepuasan Kerja Terhadap Komitmen Afektif Pegawai
Berdasarkan hasil penelitian dan diagram jalur hasil untuk pengujian hipotesis maka untuk hipotesis keempat dalam penelitian ini dinyatakan diterima.
Kepuasan kerja sebagai hal yang mampu memprediksi perasaan afeksi diri dan keterikatan emosional individu terhadap organisasi, atau dengan kata lain kepuasan kerja mempunyai pengaruh signifikan positif terhadap komitmen afektif. Hal ini sejalan dengan kondisi di lapangan bahwa para pegawai PT Pos Indonesia merasa berkomitmen sebagai hasil dari rasa kepuasan mereka terhadap hal -hal yang melekat pada pekerjaan, terutama tentang kepuasan pegawai terhadap gaji dan kebijakan promosi yang diterapkan dalam perusahaan.
Gaji dan promosi ini merupakan dua hal terpenting bagi rasa puas seorang pegawai PT Pos Indonesia, dimana kepuasan tersebut akan mendorong rasa berkomitmen afektif terhadap organisasi yang banyak direfleksikan dengan rasa kebanggaan bekerja dan kesamaan nilai yang dianut seorang pegawai dengan perusahaan.
Pengaruh Persepsi Kewajiban Yang Dirasakan Terhadap Komitmen Afektif Pegawai
Berdasarkan hasil penelitian dan diagram jalur hasil untuk pengujian hipotesis maka untuk hipotesis kelima dalam penelitian ini dinyatakan ditolak. Kewajiban yang dirasakan tidak mempunyai hubungan pengaruh yang signifikan terhadap terbentuknya komitmen afektif dari pegawai.
Kewajiban yang dirasakan, yang terdiri dari faktor utama seperti kewajiban melakukan tindakan dalam membantu organisasi dalam mencapai tujuan, dan kewajiban memberi seluruh energi dalam mencapai tujuan pekerjaan tidak menjadi hal yang mampu memprediksi keterikatan diri dan emosional pegawai terhadap organisasinya. Adapun keterikatan diri dari pegawai pos ini lebih dibentuk oleh rasa kebanggaan bekerja dan
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kesamaan nilai yang dianut seorang pegawai dengan perusahaan. Sehingga rasa berkewajiban seorang pegawai pos tidak dapat mendorong terbentuknya rasa keterikatan diri dan emosional terhadap perusahaan.
IV. Results
With this structural model, the relationship between variables was tested eight. The results of testing the relationship between the study variables are presented in full below:
1. Influence Perceptions of Organizational Support Work Toward Positive Behavior Through Employee Job Satisfaction Based on these results and results table diagrams to test the hypothesis that for the first hypothesis in this study are accepted. Because the perception of organizational support has an influence on job satisfaction, job satisfaction also following were found to have a positive influence on employee work behavior. Both pathways found significant relationships provide evidence that: (1) there is an indirect influence perceptions of organizational support for the positive work behavior through employee satisfaction, or in other words, job satisfaction to be able to mediate the relationship between perceptions of organizational support and positive work behavior . (2) the effects of perceived organizational support to work behaviors can positively work through job satisfaction. So it can be stated in the act of work, an employee will assess the treatment received from the organization to then feel -it received and attached to the work if it is in accordance with the expected value of the individual. Assessment between perceived value and expected in this work will encourage the assessment of the treatment received from the organization in shaping positive behavior of an individual at work.
Influence Perceptions of Organizational Support Work Toward Positive Behavior Through Employee Affective Commitment
Based on the results of the research and a table to track the results of the hypothesis testing for the second hypothesis in this study are accepted. Because the perception of organizational support has an influence on affective commitment, following their own affective commitment was also found to have a positive influence on employee work behavior. Both lines were found to be significant correlation provides evidence that the effect of the perception of organizational support to work behaviors can positively work through affective commitment of the employees. It can be concluded also that affective commitment to things that can mediate the relationship between perceptions of organizational support and positive work behavior. So it can be stated that an employee will assess the treatment received from the organization to later feelings of self and emotional attachment to the organization will support the individual in a positive work behavior. But from the path coefficients were found based on the analysis, affective commitment is not in a dominant position to mediate the relationship between perceptions of organizational support for the positive work behaviors.
Influence Perceptions of Organizational Support Work Toward Positive Behavior Through Employee Perceived Obligation
Based on the results of the research and a table to track the results of the hypothesis testing for the third hypothesis in this study are accepted. Because the perception of organizational support has an influence on the perceived obligation, following the perceived obligation was also found to have a positive influence on employee work behavior. Both lines were found to be significant correlation provides evidence that the effect of the perception of organizational support for the positive work behaviors can work through the perceived liability of the employee. Be perceived obligation to mediate the relationship between perceptions of organizational support and positive work behavior. An employee will assess the treatment received from the organization to a positive assessment will then form a sense of obligation to the organization to be refunded will support the individual in a positive work behavior. Liability perceived as a form of retaliation or victimization attitudes toward the organization's perceived level of perceived organizational support employee was able to give effect to the direct effect on the behavior of the positive work. 4. Influence Perceptions Of Job Satisfaction Employee Affective CommitmentBased on the findings and results of the path diagram for the hypothesis testing for the fourth hypothesis in this study are accepted.
Job satisfaction as being able to predict the feelings of affection and emotional attachment to the individual self to the organization, or in other words, job satisfaction has a significant positive effect on affective commitment. This is in line with the conditions on the ground that the employees of PT Pos Indonesia was committed as a result of a sense of satisfaction at the things -things that are attached to the job, especially on employee satisfaction towards the salary and promotion policies are implemented within the company. Salary and promotion are the two most important things for a sense of satisfaction an employee of PT Pos Indonesia, which will encourage a sense of satisfaction affective commitment to the organization with a sense of pride reflected much work and shared values espoused an employee with the company.
Perceptions Influence Perceived Obligation Against Employee Affective Commitment
Based on the findings and results of the path diagram for the hypothesis testing for the fifth hypothesis in this study be rejected. Liability is not perceived to have a significant effect on relationship formation affective commitment of the employees.
Perceived obligations, which consist of the main factors such as the obligation to act in assisting the organization in achieving its objectives, and the obligation to provide all the energy in achieving the objectives of the job is not being able to predict the self and emotional attachment to the organization's employees. The attachment of the postal workers themselves are more shaped by a sense of pride in work and shared values espoused an employee with the company. So that sense of obligation a postal employee can not encourage the formation of a sense of self and emotional attachment to the company.
Diskusi
Hasil penelitian ini secara teoritis dapat tergambarkan dari pembuktian hubungan kausalitas antar kostruk atau variabel laten persepsi dukungan organisasi terhadap perilaku kerja positif melalui kepuasan kerja, komitmen afektif, dan kewajiban yang dirasakan pegawai PT Pos Indonesia Malang. Dalam hal ini terdapat beberapa temuan secara khusus, antara lain adalah : 1. Penelitian ini mengkonfirmasi bahwa komitmen afektif menjadi hasil utama dari persepsi dukungan organisasi. Paradigma yang berlaku menyebutkan bahwa hasil dari persepsi dukungan organisasi adalah keterikatan emosional atau afeksi diri terhadap organisasi, dan kemudian kepuasan kerja. Begitu pula untuk lingkup PT Pos Indonesia Malang, para pegawai merasakan keterikatan emosional dan afeksi diri sebagai hasil dari penilaian mereka terhadap perlakuan yang diterima dari organisasi. Rasa berkewajiban sebagai wujud balasan perlakuan yang diterima pegawai dari organisasi ditemukan tidak dapat memberikan efek terhadap keterikatan emosional atau afeksi diri seorang pegawai PT Pos Indonesia Malang. 2. Penelitian ini mengkonfirmasi bahwa kepuasan kerja menjadi faktor utama dalam memberikan pengaruh terhadap perilaku kerja positif. Artinya sesuai dengan pendapat umum sebelumnya bahwa sikap terhadap pekerjaan atau dalam hal ini adalah kepuasan kerja sebagai faktor dominan dalam mempengaruhi perilaku dalam bekerja. Meski dalam hasil pengaruh baik kepuasan kerja, komitmen afektif, dan kewajiban yang dirasakan sama -sama memberikan efek terhadap perilaku dalam bekerja, ternyata kepuasan kerja yang mempunyai posisi lebih besar dibandingkan komitmen afektif atau kewajiban yang dirasakan pegawai. Sehingga individu lebih condong dalam pengharapan atas apa yang dipersepsikan dan yang melekat pada pekerjaannya, bukan perasaan keterikatan terhadap organisasi, atau bahkan perasaan berkewajiban dalam membantu organisasi mencapai tujuan. Hal ini yang berlaku pada pegawai di lingkup PT Pos Indonesia Malang. 3. Dari gambaran poin diatas juga memberikan informasi bahwa dalam kebanyakan kajian penelitian sebelumnya tentang persepsi dukungan organisasi atau dalam konteks pertukaran sosial, konstruk kepuasan kerja seringkali diukur dalam bentuk kepuasan kerja secara umum (global job satisfaction) yang langsung terdiri dari item -item tertentu saja dalam membentuk konstruk kepuasan tersebut. Melalui penelitian ini berdasarkan gambaran hasil penelitian memberikan khasanah baru bahwa dengan melandaskan pada teori persepsi nilai yang membentuk kepuasan kerja, memberikan hasil yang berbeda dalam efek persepsi dukungan organisasi dari pegawai. Walaupun masih terdapat catatan khusus bahwa tidak semua indikator yang membentuk kepuasan kerja ditemukan valid, hasil ini terutama mengacu kepada kepuasan terhadap atasan. 4. Penelitian ini memberikan masukan baru bahwa posisi komitmen afektif tidak selalu secara dominan posisinya dalam menengahi hubungan antara penilaian pegawai atas perlakuan yang diterima dari organisasi dengan perilaku pegawai dalam bekerja. Sekali lagi hal ini lebih disebabkan karena faktor penilaian pegawai terhadap apa yang melekat pada pekerjaan dan pengharapan mereka atas nilai -nilai yang diinginkan, lebih dominan dalam memprediksi perilaku dalam bekerja, dan lebih cenderung diposisikan sebagai hasil utama dari persepsi pegawai dalam menilai perlakuan yang diterima dari organisasi. 5. Penelitian ini mengkonfirmasi bahwa berdasarkan norma resiprokal atau timbal balik, pegawai lebih condong terhadap persepsi seorang pegawai dalam menyikapi nilai dan pengharapan yang melekat pada pekerjaan, tidak hanya dominan pada bentuk balasan perlakuan yang diterima dari organisasi berupa keterikatan emosional yang lebih tinggi dan ataupun perasaan berkewajiban untuk membantu organisasi mencapai tujuan yang diinginkan. 6. Penelitian ini mengkonfirmasi bahwa untuk dapat menampilkan perilaku bekerja yang positif sebagai efek atas dukungan yang diterima dari organisasi, seorang pegawai yang harus menyikapinya dalam bentuk perasaan yang mereka tunjukkan. Dengan kata lain bahwa efek dari persepsi dukungan organisasi terhadap perilaku kerja positif dapat bekerja apabila melalui sikap pegawai terhadap pekerjaannya (kepuasan kerja) dan organisasi (komitmen afektif dan kewajiban yang dirasakan).
Implikasi Teoritis
Beberapa hal yang berhubungan dengan implikasi teoritis dapat dijelaskan sebagai berikut : 1. Kepuasan kerja menengahi hubungan diantara persepsi dukungan organisasi terhadap perilaku kerja positif.
Penelitian ini menggunakan indikator kepuasan terhadap gaji, kepuasan terhadap promosi, kepuasan terhadap rekan kerja, dan kepuasan terhadap pekerjaan itu sendiri yang dikembangkan dari. Hasil penelitian ini secara empiris memperkuat penelitian sebelumnya yang menyatakan bahwa persepsi dukungan organisasi mendorong kepuasan kerja. Sementara kepuasan kerja dapat meningkatkan perilaku kerja positif seorang pegawai. 2. Komitmen afektif menengahi hubungan diantara persepsi dukungan organisasi terhadap perilaku kerja positif. Hasil penelitian ini secara empiris memperkuat penelitian sebelumnya yang menyatakan bahwa persepsi dukungan organisasi mendorong komitmen afektif. Sementara komitmen afektif meningkatkan perilaku kerja positif seorang pegawai. 3. Kewajiban yang dirasakan menengahi hubungan diantara persepsi dukungan organisasi terhadap perilaku kerja positif. Hasil penelitian ini secara empiris memperkuat tentang penelitian sebelumnya yang menyatakan bahwa persepsi dukungan organisasi mendorong kewajiban yang dirasakan pegawai. Sementara kewajiban yang dirasakan meningkatkan perilaku kerja positif seorang pegawai. Selain berkontribusi terhadap teori -teori yang terdahulu, penelitian ini juga memberikan implikasi terhadap kajian praktek perilaku organisasi di lingkup PT Pos Indonesia Malang antara lain bahwa :
Penelitian ini dapat mengkonfirmasi bahwa terdapat keseimbangan mutual yang cukup antara pertukaran nilai yang berlaku dalam lingkup organisasi PT Pos Indonesia Malang. Lebih spesifiknya adalah pegawai PT Pos Indonesia mempersepsikan dukungan organisasi yang dirasakan untuk kemudian membalas perlakuan yang diterima tersebut menjadi rupa bentuk yang beragam, termasuk dua jenis mekanisme sikap utama yang dibahas, yakni sikap pegawai terhadap pekerjaannya (kepuasan kerja) dan sikap pegawai terhadap organisasinya (komitmen afektif dan kewajiban yang dirasakan).
Penelitian ini dapat memberikan tambahan informasi bahwa sekalipun pegawai tidak dapat mempersepsikan atasannya dengan baik, hal ini tidak selalu menyiratkan bahwa banyak atasan dalam jajaran struktural yang bermasalah. Hanya yang perlu digarisbawahi adalah bagaimana pola hubungan antara atasan dan bawahan yang ada di lingkup PT Pos Indonesia Malang. Selain itu dengan tidak dimasukkannya kajian tentang persepsi dukungan dari atasan juga menjadi catatan khusus bahwa antara bentuk konstruk kepuasan terhadap atasan dengan persepsi dukungan dari atasan apakah merupakan bentuk yang berbeda atau tidak.
Penelitian ini dapat memberikan masukan bahwa untuk praktik kepegawaian di PT Pos Indonesia Malang, masih perlu pembenahan dalam struktur kepegawaian terutama untuk mengakomodir pegawai -pegawai yang mempunyai golongan kepangkatan tinggi tetapi tidak dalam posisi menjabat. Masih dirasa perlu merumuskan mekanisme kepegawaian yang lebih baik sehingga mampu mengakomodir pengembangan dan prestasi dari pegawai PT Pos Indonesia.
V. Discussion
The purpose of the present study was to examine the mediating roles of job satisfaction, affective commitment, and felt obligation of perceived organizational support toward positive work behavior. This study contributes to organizational literature on three counts. Its first contribution lies in adjustment that the results of this study could theoretically be depicted from proving causality between kostruk or latent variable perceptions of organizational support for the positive work behavior through job satisfaction, affective commitment, and perceived employee obligations PT Pos Indonesia Malang. In this case there are several findings in particular, include: 1. This study confirms that affective commitment to be the main result of the perception of organizational support. Prevailing paradigm states that the result of the perception of organizational support is an emotional or affective attachment to the organization itself, and then the job satisfaction. Similarly, for the scope of PT Pos Indonesia Malang, employees feel an emotional attachment and affection themselves as a result of its assessment of the treatment received from the organization. Sense of obligation as a form of retaliation treatment received employee of the organization was found to be able to give effect to the emotional attachment or affection herself an employee of PT Pos Indonesia Malang. 2. This study confirmed that job satisfaction is a major factor in influencing the behavior of the positive work. That is in accordance with previous public opinion that attitudes towards work or in this case job satisfaction as the dominant factor in influencing behavior at work. Despite the good results of the influence of job satisfaction, affective commitment, and perceived obligation same -the same effect on behavior at work, job satisfaction has turned out better position than affective commitment or perceived employee obligations. So that individuals are more inclined to the hope of what is perceived and attached to the job, not the feelings of attachment to the organization, or even a sense of duty in helping the organization achieve its goals. It is applicable to employees in the scope of PT Pos Indonesia Malang. 3. From the picture above points also informed that in most previous research study on perceptions of organizational support or in the context of social exchange, the construct of job satisfaction is often measured in terms of job satisfaction in general (global job satisfaction) were directly composed of items -certain items only in the form The satisfaction construct. Through this research based overview of the results of the study provide new repertoire grounded on the theory that the values that shape perceptions of job satisfaction, give different results in the effects of employee perceptions of organizational support. Although there is still a special note that not all of the indicators that make up the job satisfaction was found valid, the result is mainly refers to the satisfaction of the employer. 4 . This research provides a new input that position affective commitment is not always a dominant position in mediating the relationship between employee assessment on the treatment received from the organization to the behavior of employees at work. Again, this is mainly due to valuation factors to what employees are attached to their work and hope for the value -the desired value, more dominant in predicting behavior in the work, and more likely to be positioned as the main result of the perception of employees in assessing the treatment received from organization. 5. This study confirmed that based on reciprocity norms or reciprocity, employees are more inclined towards the perception of an employee in addressing the values and expectations attached to the job, not only in the form of a reply dominant treatment received from the organization in the form of higher emotional attachment and or feeling obligated to help the organization reach its intended destination. 6. This study confirmed that in order to show the positive work behaviors as effects of the support received from the organization, an employee must respond in a sense that they show. In other words, the effect of perceived organizational support on positive work behaviors can work if through employee attitudes toward the job (job satisfaction) and organizational (affective commitment and perceived obligations). Theoretical Implications Several issues related to the theoretical implications can be explained as follows: 1. Job satisfaction mediates the relationship between perceptions of organizational support for the positive work behaviors. This study used indicators of satisfaction with pay, satisfaction with promotion, satisfaction with coworkers, and satisfaction with the work itself developed from. The results of this study empirically reinforces previous research which states that perceived organizational support encourages job satisfaction. While job satisfaction can increase an employee of a positive work behaviors. 2. Affective commitment mediates the relationship between perceptions of organizational support for the positive work behaviors. The results of this study empirically reinforces previous research which states that perceived organizational support encourages affective commitment. While affective commitment enhance positive work behaviors an employee. 3. Perceived obligation mediates the relationship between perceptions of organizational support for the positive work behaviors. The results of this study empirically reinforce earlier research on the perception of support stating that the organization encourages employees perceived obligations. While the perceived liabilities increased positive work behaviors an employee.
In addition to contributing to the theory -the theory of the foregoing, this study also have implications for the study of organizational behavior in the scope of practice of PT Pos Indonesia Malang, among others that: This research can confirm that there is sufficient mutual balance between the exchange rate prevailing in the scope of the organization of PT Pos Indonesia Malang. More specifically an employee of PT Pos Indonesia perceives perceived organizational support and then reply to the treatment becomes a way diverse forms, including the two main types of mechanisms were discussed posture, the attitude of employees towards work (job satisfaction) and employee attitudes toward their organization (commitment affective and perceived obligations). This research can provide additional information that employees can not even perceive his boss well, this does not necessarily imply that many employers in the ranks of structural problems. Only the bottom line is how the relationship between superiors and subordinates that is in the scope of PT Pos Indonesia Malang. In addition to the exclusion of the study of the perception of support from employers is also a special note that the form of the construct of satisfaction with the supervisor with the perception of support from superiors whether a different form or not.
This research can provide that input to employment practices in Malang PT Pos Indonesia, still needs improvement in the staffing structure primarily to accommodate employees -employees who have a high class rank but not in a position to shake. Still it is necessary to formulate a better staffing mechanism so as to accommodate the development and achievements of employees of PT Pos Indonesia.
